life course and careers are less predictable, and the experiences of transitionsvariable, complex, contingent -tend to characterize what was traditionally a welldefined stage within the life course and careers (Van der Heijden et al., 2008) . In this sense, Elder and Johnson (2003) have proposed substituting the concept of trajectory for that of transitions to define people's labour-life course. Today, researchers agree to conceptualize retirement like as a process rather than a single event (Beehr and Bennett, 2007; Beehr and Bowling, 2013) , a complex process that can evolve over time and can even take a variable period of years to be concluded (Shultz and Wang, 2011) during which people must make a number of decisions about their participation in the labor force (Dingemans and Henkens, 2014) . As such, instead of viewing retirement as a full career exit, it can be conceptualized as a late-career development stage that recognizes the continued potential for personal growth and redefinition of careers in people's retirement life (Wang and Shi, 2014; Wang and Shultz, 2010) .
Based on this approach, some authors have therefore suggested that it is more appropriate to conceptualize retirement as a process of adjustment (Wang, 2007; Wang and Shi, 2014) . By adjustment, we refer to the process by which retirees adapt to the changes in their lives and reach a state of acceptable psychological well-being and comfort with their retirement life (Van Solinge and Henkens, 2008) when they managed potential significant shifts in health, finance and activity within the domains of home, community and work (Heskeths et al., 2011) . This approach emphasizes that it is not the decision to retire in itself the most important but rather the characteristics of the retirement transition process embedded in this decision, that are of most relevance (van Solinge and Henkens, 2008; Wang and Shi, 2014) . Wang et al. (2011) have argued that retirement adjustment is a process, whose experience is contingent on the individual access to economic, psychological, social and interpersonal resources and potential changes in these resources during the retirement transition and retirement adaptation (Van Solinge, 2013) . This progressive adaptation takes place in two scenarios. First, transition from work to retirement and, second, post-retirement trajectory (Wang and Shultz, 2010) .
When conceptualizing retirement as adjustment, researchers preferably base this on the life course theoretical perspective (Elder and Johnson, 2003) . This approach considers retirement as a transition within the life course and notes that people's history, personal resources and context will affect the diverse pathways they choose and the outcomes they eventually achieve. The life course perspective explicitly locates life transitions in the social contexts of other roles, relations, resources, developmental processes and events and personal history. So, it provides a promising general framework for the study of the variety of paths in the retirement experience (Van Solinge, 2013) . Despite this fact, only few works adopting this approach, have related the stage of transition from work to retirement to post-retirement adjustment (Nuttman-Shwartz, 2004; Theriault, 1994) . Therefore, we conducted two studies to analyse the process of adjustment (transition and post-transition development) and to assess the factors that significantly explain both retirement transition and retirement adjustment. Study 1 examined the impact of psychosocial factors on retirement intentions among workers over 60 years of age. Study 2 investigated the impact of the same psychosocial factors on retirement adjustment, using a sample of retirees.
Factors predicting retirement transition and retirement adjustment
Life course perspective stated that people who have developed capacities that facilitate a smooth transition will be better prepared, will engage in transition at the right time and will achieve better outcomes. Researchers in this field stated that retirement is a 385 Retirement intentions and adjustment concept referred to several distinct phenomena (Szinovacz, 2003) , so it is necessary to adopt a multilevel perspective (Szinovacz, 2013) . At least, retirement should be conceived as a personal experience, as a process and as societal institution. As personal experience, retirement implies the necessity of different skills which allow the person to cope with multiple changes brought by retirement. As a process, retirement implicates decisions on work withdrawal. And as a societal institution, retirement influences both expectations that older workers should leave to provide job opportunities for younger workers and shared perceptions about the older persons as less competent and efficient. This conceptualization of retirement allows us to conceived three spheres of influences on retirement transition and adjustment: personal variables, retirement factors and contextual factors (Szinovacz, 2003) . Among the personal variables, psychological resources influence the individual's reactions to the changes associated with retirement, stressing the relevance of agency in the retirement adjustment process (Van Solinge, 2013) . In this regard, perhaps the most important is the sense of personal mastery, or retirement self-efficacy. Retirement self-efficacy is the belief that one has the knowledge and skills necessary to deal with the changes associated with retirement (Taylor-Carter and Cook, 1995) , and it has been developed through prior experiences to deal with other transitions. A general premise hypothesized that positive levels of retirement self-efficacy will enhance the positive effects of retirement planning on general adaptation to retirement (Taylor and Schaffer, 2013) . Most studies of retirement self-efficacy have analysed the relationships between retirement self-efficacy, on the one hand and both retirement transition and adjustment, on the other hand (Fretz et al., 1989; Harper, 2005; Mutran et al., 1997; Taylor and Shore, 1995; Van Solinge and Henkens, 2005) . Regarding the transition process, retirement self-efficacy is likely to affect workers' motivation to retire, feelings about future retirement and motivation to attempt the transition to retirement (Fretz et al., 1989; Taylor and Shore, 1995) . At the same time, retirement self-efficacy is also likely to affect workers' efforts for a successful retirement transition, their persistence when difficulties arise, their overall future successful retirement transition and satisfaction with retirement (e.g. Bandura, 1997; Bandura and Jourden, 1991) . Lastly, concerning adjustment, retirement self-efficacy influences feelings associated with retirement transition and workers' mental health (Fretz et al., 1989) , and that the effect of postretirement planning on retirement adjustment is mediated by mastery or personal control (Donaldson et al., 2010) .
Life course theory proposed that people who are less attached to their work are more likely to deal better with the transition of exiting from work. Work involvement has been defined as a degree of attachment to one's current job or to work in general (Kanungo, 1982) , and it was negatively and strongly related to turnover intentions and to actual turnover (Griffeth et al., 2000) . Regarding retirement, intentions to retire are affected by work involvement specifically at late-career (Post et al., 2013) , and many older employees disengage more from work when getting closer to their planned retirement age (Damman et al., 2013) .
Work involvement will affect people's desire to remain active (Taylor-Carter and Cook, 1995) . Previous research have distinguished work involvement from job involvement (Kanungo, 1982) , considering that the first is attachment to work in general, while the second is related but different. Hence, if people have attitudes of low work or job involvement, their intention to quit will probably be high, whereas their intention to continue working -for example, by means of bridge employment -will be lower. Likewise, if people are less involved with their work or their job during their 386 CDI 20,4 occupational life, they can be expected to adapt more easily to the new retirement situation, as work did not occupy a core position in their life prior to retirement. Nevertheless, previous research has found inconsistent results; for instance, some studies (Quick and Moen, 1998; Reitzes and Mutran, 2006) found that identification with the work role positively impacted on adjustment for up to 24 months after the retirement event, whereas Wong and Earl (2009) found that work centrality was neither related to retirement adjustment nor to post-retirement activity levels.
The life course perspective also argues that the experience of transition will be contingent with the specific context surrounding the person. Taking into account that aged workers -like everyone else -want to maintain a positive identity, and because research would indicate that identification with working increases in importance with age (Baltes et al., 2012) , some authors proposed that the experience of unfavourable treatment, discrimination in career opportunities, etc. can lead to internalization of negative characteristics such as low motivation, resistance to change and lack of interest or of creativity (Tougas et al., 2004) . According to these suggestions, studies have proposed the existence of older worker identity (Roberto and Biggan, 2014; Urick and Hollensbe, 2014) or late-career worker identity (Bayl-Smith and Griffin, 2014) and its influence both on transition to retirement and adjustment to retirement. Specifically, older worker identity will impact on negative attitudes towards work (Desmette and Gaillard, 2008) and on behaviours, such as bridge employment -in a negative senseand full retirement -in a positive sense (Zaniboni et al., 2010) . Related to adjustment, older worker identity has shown positive impact on retirement satisfaction and on psychological health during retirement (Michinov et al., 2008) . Due to this, we included older worker identity as the first variable among the contextual factors of our analysis.
Lastly, life course, the ecological perspective, emphasizes that the contextual embeddedness is particularly important because the experience of life transitions and retirement is played out in a network of shifting social relations, and resources embedded within the social context often help retirees to adjust to retirement (Van Solinge, 2013; Wang and Shultz, 2010) . Relative deprivation refers to the feeling of discontent experienced as a result of individual comparisons with others (Runciman, 1966) . Relative deprivation includes two components: the cognitive one refers to social comparisons, and the affective one includes feelings of dissatisfaction. At the personal level, feelings of relative deprivation emerge when individuals are dissatisfied with their own situation in comparison to that of others. In this sense, individual relative deprivation is an important factor that will affect both retirement transition and adjustment. According to this point, some researchers have shown that the importance of social networks contributes to one's personal appraisal of the attractiveness of remaining at work (Henkens and Tazelaar, 1997) . Indeed, due to the fact that loss of social relationships will be a certain outcome of full retirement, relative deprivation will be negatively related to total retirement, whereas its relationships with alternative pathways from work will be positive.
Related to retirement adjustment, it will be probably affected by relative deprivation because the loss of social relations will affect retirement satisfaction negatively and anxiety and depression positively. In a general sense, Smith et al. (2011) meta-analysed the outcome variables of relative deprivation finding that it was associated with personal responses such as psychological stress, depression and anxiety. Within the context of retirement, researchers have reported that social isolation was associated with lower retirement satisfaction and less happiness during retirement (Vanderhorst and McLaren, 2005) .
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Retirement intentions and retirement adjustment outcomes The conceptualization of retirement as an adjustment process allows us to explain why people make the same decision to retire, but their chosen pathways to exit from work lead them to very different outcomes. In this sense, this work proposes to explore the impact of the diverse above-mentioned psychosocial factors on the choice of the diverse pathways to exit from work. Considering the possible pathways to exit, most authors have used various categories that summarize the broad range of retirement intentions in full retirement -in the sense of a "cold turkey" or abrupt retirement (Calvo et al., 2009 ) -partial retirement, gradual or phased retirement, late retirement, bridge employment and re-entry (Alcover et al., 2014; Cahill et al., 2013) . Regarding retirement adjustment, both the positive and the negative aspects would be taken into account. As Floyd et al. (1992) stated, the most essential index of subjective well-being for an individual is the person's judgement of quality of life. Maintaining satisfaction during retirement is associated with replacing rewards gained from work activities with rewarding leisure activities so that the retiree maintains a stable ratio of reinforcements from pre-to post-retirement. Retirement satisfaction has been widely used as the main positive indicator of adjustment during retirement, and global indices of satisfaction appear to be relevant for all age groups (Floyd et al., 1992) . At the same time, poor health has long been established as one of the most critical determinants of retirement behaviour, but most previous studies focused on physical health, while mental health also plays an important role for functioning and well-being in the retirement process (Kim and Moen, 2002; Wang, 2007) . The most common forms of mental illness in the European Union are anxiety and depression, and empirical studies have included feelings of anxiety and depression as indicators of adjustment in later life (Fletcher and Hansson, 1991) . Retirement anxiety is a generalized feeling of apprehension or worry regarding uncertain, unpredictable and potentially disruptive consequences of retirement. Specifically, related to relative deprivation, a recent meta-analysis included feelings of anxiety and depression as internal responses (Smith et al., 2011) .
The current investigation
Two studies examined the influence of psychosocial factors both on retirement intentions and retirement adjustment. These studies focused on participants proximal to the retirement experience to ensure a proper examination of the common variables that affect both transitions and post-transition development. Study 1 examined whether retirement self-efficacy, low work involvement, low job involvement, older worker identity and relative deprivation significantly explained retirement intentions (bridge employment engagement, part-time retirement, late retirement and full retirement) of workers over 60 years. Study 2 expanded this model with a new sample of recent retirees examining the relationships between retirement self-efficacy, low work involvement, low job involvement, older worker identity and relative deprivation significantly explained retirement adjustment (retirement satisfaction, feelings of anxiety and depression). The antecedent variables for Study 1 and for Study 2 were the same while the outcome variables differed in both studies.
Study 1
The first study investigated the influences of retirement self-efficacy, low work involvement, low job involvement, older worker identity and relative deprivation on 
Method
Participants and procedure Aged workers (n ¼ 157) from several Spanish firms participated in this study. Participants were recruited due to their proximal anticipation of retirement, because they were already aged 60. We contacted potential participants on the basis of the personnel list of the organizations, explained to them the purpose of our study and invited them to participate in our research. Survey packages sets were distributed to those who agreed to participate by collaborators of the research team, who performed the task after having received precise instructions in order to homogenize the administration procedure. Each set contains a cover letter, an informed consent, a 
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Retirement intentions and adjustment questionnaire and a return envelope. In the cover letter, participants were informed of the goal of the study and the anonymity of the data collected. Participants were informed about the study objectives, the variables included on it, their rights regarding personal data protection and his explicit agreement to participate voluntarily in the study. Then, they completed a workbook containing the diverse scales of the study.
Completed questionnaires and informed consent were mailed back to the researchers directly using the pre-paid return envelope included in the survey set. A reminder was sent out to all participants to return the survey one month later. In total, 200 questionnaire packages were distributed and 180 aged workers returned completed forms. After excluding returned surveys that had missing data (25 per cent), the final sample size of participants for analysis was 157. Descriptive analyses showed that mean age was 60 years (SD ¼ 4.3). The mean time employed was 36.9 years (SD ¼ 8.7), whereas the mean time in the same organization was 25.5 years (SD ¼ 10.9). In this sample, the percentage of men was 55.1 per cent. Job type distribution showed that the firms were aimed to education (28 per cent), health (26 per cent), services (16 per cent), manufacturing (15 per cent), others (15 per cent).
Measures
Socio-demographic data. Participants provided information about their age, gender, seniority in their organizations and employed time.
Retirement self-efficacy. We used 13 items of the Retirement Self-Efficacy Scale (Harper, 2005) , which provides a set of items that focus on confidence in performing a wide variety of the subtasks of retirement: health, financial, activities, government and pension regulations, and retirement itself. Cronbach's coefficient of α ¼ 0.97 has been reported. Response scales ranged from 1 (very little confidence) to 5 (quite a lot of confidence). Examples of items are: "Cope with changes in retirement", "Plan leisure time", "Adjust successfully to retirement", "Maintain any current skills or knowledge that you want to maintain", or "Remain active at home". Reliability in this study was α ¼ 0.92.
Older worker identity. We used the self-descriptive component of the Older Worker Identity Scale (Tougas et al., 2004) , which includes ten items from the original scale. The questionnaire required participants to appraise their motivation, creativity and flexibility on a five-point scale ranging between 1 (totally disagree) and 5 (totally agree). The scale reached a reliability of α ¼ 0.80 among participants in this study. Examples of items are: "I am/was less effective in accomplishing my work", "I became less creative in accomplishing my work", "I am/was no longer motivated to accomplish my tasks" and "I became less adaptable and flexible".
Low work involvement. The work involvement questionnaire (Kanungo, 1982) was used. We included two items: "The most important things that happen to me involve my present work", "Most of my personal life goals are work-oriented". Items were reversed to reflect low involvement. Response scale ranged from 1 (totally disagree) to 5 (totally agree). This scale reached α ¼ 0.85 in this study.
Low job involvement. The job involvement questionnaire (Kanungo, 1982) was used. We included two items: "Most of my interests are centred on my job", "I consider my job to be very central to my existence". Items were reversed to reflect low involvement. Response scale ranged from 1 (totally disagree) to 5 (totally agree). This scale reached α ¼ 0.83 in this study.
Relative deprivation. We used three items from the Personal Relative Deprivation Scale (Tougas et al., 1991) . "I have the impression that we were less appreciated that 390 CDI 20,4 younger workers" (appreciation), "We have the impression that our work was evaluated less well than that of those younger than us" (evaluation), "We think that we had less opportunity for promotion that those younger than us" (promotion). The scale reached a reliability of α ¼ 0.65 among the participants in this study.
Retirement intentions. Participants were asked to agree or disagree with four statements that reflect different pathways for retirement, following the procedure of previous studies (Zaniboni et al., 2010) : full retirement ("I will retire as soon as possible"), part-time retirement ("Even when I could already retire, I would keep on working but reducing my actual work time"), late retirement ("Even when I can retire, I will keep on working"), bridge employment ("Even when I can retire, I will keep on working but changing job type").
Overview of analyses
First, as self-report questionnaires were used to collect the data at the same time from the same participants, common method variance may be a concern. In order to test whether variance in the data can be largely attributed to a single factor, we used the post hoc Harman one-factor analysis (Podsakoff et al., 2003) . Second, descriptive analyses were studied, in addition to the inter-correlations of all the variables. Third, in order to test our hypothesis, we performed structural equation modelling (SEM), using the maximum likelihood procedure and the original data as input with AMOS 20.0. The SEM model included four latent exogenous variables and four latent endogenous variables. Finally, in order to show the potentially differential impacts of the personal, retirement-related and contextual variables, we run several multivariate regression analyses, as an anonymous reviewer suggested.
To test the fit of the models, several indexes are recommended, such as χ 2 and its level of probability the goodness of fit index (GFI), and the root mean square error of approximation (RMSEA). Comparative indexes have been used, such as the Akaike information criterion (AIC) and the Browne-Cudek criterion (BCC), with simpler models achieving low values, because both indexes penalize complex models with a poor fit to the data. Three more indexes are also used to compare models, the Expected Cross-Validation Index (ECVI, similar to the AIC and the BCC). In both of them, the simpler models with better fit achieve low values, whereas the more complex models with poorer fit reach high scores because both indexes penalize complex models with a poor fit to the data.
Results
In order to apply the post hoc Harman one-factor analysis (Podsakoff et al., 2003) , we examined the results of preliminary exploratory factor analysis which showed that a single factor only accounted for 24 per cent of the variance. Hence, a single factor cannot account for the variance in the data, and we cannot consider the common method variance to be a serious deficiency in this data set. Table I show the means, standard deviations and inter-correlations of the variables. Correlation matrix analysis provided preliminary support for the hypotheses. In this study, psychosocial factors were intercorrelated. Retirement self-efficacy had significant and negative relations both with older worker identity, low work involvement, low job involvement and relative deprivation. At the same time, older worker identity was positively and significantly correlated with relative deprivation. Concerning consequences, all the variables were highly correlated. The relationship between full retirement and the other pathways from work were negative.
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In the next step, we proceeded to test our SEM models. Regarding the retirement intentions model, the fit indicators of the original model were inadequate,
49, so the model was respecified. The correlations between retirement self-efficacy, older worker identity and relative deprivation were added, obtaining a progressively better fit. Based on their critical ratios (CR), statistically nonsignificant relations, such as those between retirement self-efficacy and bridge employment, among others, were eliminated. Despite this decision, the relationship between relative deprivation and full retirement was retained due its theoretical meaning. The re-specified model showed better fit, χ 2 (7) ¼ 3. Notes: n =157. *p < 0.05; **p <0.01; ***p < 0.001 The examination of the standardized estimates in the final model allows us to state that our hypotheses have been partially confirmed. Related to retirement self-efficacy, our results showed that it was positively related to full retirement and negatively related to partial and late retirement, confirming H1b-H1d. The relationship between retirement self-efficacy and bridge employment showed the expected direction (H1a), but failed to reach statistical significance. Related to low work involvement, only H2a, and H2c were supported. Direct pathways from low work involvement to full retirement and to partial did not show statistical relevance (H2b and H2d). Low job involvement showed the hypthesized negative relationship with partial retirement, confirming H3b, while the others hypotheses have been rejected (H3a-H3d).
Regarding older worker identity, our results confirmed the hypothesized relationships: positive relationship with full retirement (H4d) and negative relationship with late retirement (H4c), whereas data failed to confirm our hypotheses for bridge employment (H4a) and partial retirement (H4b) due to lack of statistical significance. Finally, regarding relative deprivation, only H5a-H5d were confirmed by data, whereas H4b failed to reach statistical confirmation.
Regarding multivariate analyses, Table II shows the main results, which showed that the socio-demographic variables failed to account for the variance of the retirement intention outcomes (see Table II ). Retirement self-efficacy was the main significant antecedent (for partial, late and full-retirement criteria), with older worker identity and relative deprivation for full retirement. Low work involvement and low job involvement failed to reach statistical significance.
Brief discussion on Study 1 Study 1 successfully confirmed the proposed hypotheses. First, retirement self-efficacy and older worker identity showed powerful positive influences on full retirement intention. Second, late retirement has been negatively influenced by all the psychosocial factors. Finally, partial retirement and bridge employment showed a more complex pattern of relationships, according to the percentage of variance accounted for the model. A general discussion in deep will be offered later, comprising Studies 1 and 2.
Study 2
The second study investigated the influences of retirement self-efficacy, low work involvement, older worker identity and relative deprivation on retirement adjustment. Based on the literature reviewed, we propose the following hypotheses (see Figure 3 Step 1 Step 2
Step 3
Step 4 Step 1 Step 2
Step 4 Step 1 H10. (a) High relative deprivation will be negatively related to retirement satisfaction, (b) positively related to feelings of anxiety and (c) of depression.
Method
Participants and procedure
The Study 2 was conducted with retirees (n ¼ 218), and included participants who had retired at least two years ago. Retirees had previously worked in the same organizations that the employees of the first sample. They were identified by the research team through personnel archives of these organizations, and then, the collaborators of the research team contacted to the potential participants by e-mail, explained to them the purpose of our study, and invited them to participate voluntarily in exchange of a lottery reward. Survey packages sets -cover letter, informed consent, questionnaire and the return envelope -were sent to those who agreed to participate. Completed questionnaires and informed consent were mailed back to the researchers using the pre-paid return envelope. A reminder was sent out to all participants to return the survey one month later. In total, 300 questionnaire packages were distributed and 235 retirees returned completed forms. After excluding those with several missing data (18 per cent), the final sample size included 218 retirees. These participants had a mean age of 68 years (SD ¼ 7.2), and the mean time employed was 38.2 years (SD ¼ 10.9), whereas the mean retired time was 6.5 years (SD ¼ 5.8). In this study, the percentage of men was 70.6 per cent. Job type distribution showed that the firms were aimed to education (32 per cent), health (30 per cent), services (12 per cent), manufacturing (18 per cent) and others (8 per cent).
Measures
Antecedent variables for this study were similar to Study 1. Socio-demographic data, retirement self-efficacy, older worker identity, low work involvement and relative deprivation were measured as per Study 1. Reliabilities values in this study were α ¼ 0.89 for retirement self-efficacy, α ¼ 0.77 for older worker identity, α ¼ 0.79 for low 395 Retirement intentions and adjustment work involvement and α ¼ 0.67 for relative deprivation. Consequences were measured as follows. Retirement satisfaction. We used the satisfaction with life subscale of the retirement satisfaction inventory (Floyd et al., 1992) , which included 11 items. Many aspects included are common to other life satisfaction scales (financial resources or interpersonal relations), whereas other aspects are particularly relevant for future retirees, such as access to social services or transportation. Cronbach's α reliability for the original subscale was α ¼ 0.81. Respondents used a response scale from 1 (totally unsatisfied) to 5 (totally satisfied).
Feelings of anxiety. We used a measure of low psychological well-being developed ad hoc for the study, based on the model of measurement of well-being proposed by Warr (1990) . This measure consisted of a single item: "If you think about your retirement, how much anxiety do you feel?" The response scale ranged from 1 (very little anxiety) to 5 (quite a lot of anxiety).
Feelings of depression. We used a measure of low psychological well-being developed ad hoc, based on Warr (1990) . This measure consisted of a single item: "If you think about your retirement, how much depression do you feel?" The response scale ranged from 1 (very little depression) to 5 (quite a lot of depression).
Overview of analyses
Similar procedures have been used to conduct the data analyses for this study: applying recommendations to minimize the common method variance, exploring correlations among the variables, third, testing hypotheses trough a SEM analysis, and finally, conducting multivariate regression analyses which allow us introduce antecedents step by step. The SEM model in Study 2 included four latent exogenous variables and three latent endogenous variables.
Results
The results of preliminary exploratory factor analysis showed that a single factor only accounted for 23.5 per cent of the variance (Podsakoff et al., 2003) , supporting that we cannot consider the common method variance to be a serious deficiency in this data set. Table III show the means, standard deviations and inter-correlations. Psychosocial factors showed a complex pattern of relationships. Retirement self-efficacy was negatively related both to older worker identity and to relative deprivation but had a negligible relation with low work involvement. Older worker identity had a positive relationship both with low work involvement, low job involvement and relative deprivation, as expected. Consequences were significantly related, showing an Figure 4 . The percentage of variance explained by the model seems low for each retirement pathway, because it ranges between 27 and 34 per cent.
The retirement adjustment model showed that H6a-H6c were totally confirmed. Related to low work involvement, only H7a was confirmed, because the relationships with anxiety and depression failed to confirm H7b and H7c due to their lack of statistical significance. Low job involvement showed significant relationships with feelings of anxiety and these data allow us to confirm H8b, while both H8b and H8c have been rejected.
Older worker identity had a positive relationship with retirement satisfaction, but without statistical significance (H9a), whereas the relationships with feelings of anxiety and depression proved to be stronger and negative, as hypothesized (H9b and H9c). Regarding relative deprivation, H10a-H10c were totally confirmed. Regarding multivariate analyses, Table IV shows the main results, which showed that the sociodemographic variables failed to account for the variance of the retirement adjustment outcomes (see Table IV ). Retirement self-efficacy was the main significant antecedent Step 1 Step 2
Step 4
Step 1
Step 2 Step 3
Step 2
Step 4 (for retirement satisfaction, anxiety and depression criteria), with low work involvement, older worker identity and relative deprivation for anxiety and depression feelings. Low job involvement failed to reach statistical significance for the depression analysis.
Brief discussion on Study 2 Study 2 provided evidence for the proposed pattern of relationships between retirement self-efficacy, low work involvement, older worker identity and relative deprivation and retirement adjustment among retirees. Despite the absence of a significant association between low work involvement and feelings of anxiety and depression, it was shown that retirement well-being was significantly explained by the hypothesized antecedents. Generally speaking, our data confirmed the proposed pattern of relationships between psychosocial factors, on the one hand, and retirement adjustment, on the other hand, despite the fact that some of the pathways did not reach sufficient statistical power.
General discussion
This work had two goals, pursued by two empirical studies with two samples: workers over 60 years, and retirees. Study 1 was aimed to analyse the impact of psychosocial factors on retirement intentions. Study 2 was conducted to confirm the impact of the same psychosocial factors on retirement adjustment. In general, we can state that both goals were achieved. Specifically, we contend that the availability of two different sets of data increases the generalizability of our findings. On the basis of these data, it was shown that conceptualizing retirement as an adjustment process provides a more comprehensive approach to understanding the phenomena. As Wang and Shultz (2010) emphasized, this conceptualization views retirement as incorporating both the pathways from employment to retirement and a post-retirement trajectory, which includes efforts to achieve psychological well-being in retirement. As Beehr and Bennett (2007) have mentioned, although much information on the decision to retire is available, there is less information, particularly in terms of an underlying framework, on what happens to individuals after they retire (Taylor-Carter and Cook, 1995) and, especially, years after they have retired. In this sense, our study contributes to bridge this gap.
Retirement intentions
In a more general sense, in Study 1, we attempted to overcome a generalized criticism to the life course perspective, which seems to provide a general framework for analyzing transitions and for the study of the heterogeneity in the retirement experience, but offers few concrete hypotheses as to how and why specific life course transitions impinge on well-being (Szinovacz, 2003; Van Solinge, 2013) . As expected, our results showed that high retirement self-efficacy, low work involvement and strong older worker identity tend to decrease intentions to keep on working and, in turn, they tend to increase full retirement intentions. At the same time, relative deprivation shows the opposite pattern, with high values increasing intentions to engage in bridge employment and late retirement. Specifically, our results are in line with those of Henkens and Tazelaar (1997) and Van Solinge and Henkens (2007) , which found that social embeddedness at work contributes to worker evaluations about the attractiveness to keep on working. These results partially confirm the general tendency of previous findings of Zaniboni and colleagues (2010) , notwithstanding that specific instruments and type of sample and organization were different. In this sense, our results supported the expectation that this pattern of intentions would be confirmed with different sectors, such as private employees. It has been suggested that people have mixed intentions 399 Retirement intentions and adjustment regarding retirement when they are in a remote anticipation phase (Blanchet et al., 2005) , and those plans change during the proximal phase to retirement (Kosloski et al., 2001) . Despite this fact, researchers interested in facilitating adjustment through planning should consider the causal link between psychosocial factors and different pathways. The global SEM model and the multivariate regression analyses have confirmed that retirement self-efficacy was the main antecedent of retirement transitions outcomes. Our contention is that retirement self-efficacy is probably the most relevant way to help older workers in their retirement planning, such as suggested in results from the financial planning field (Neymotin, 2010) . Considering that self-efficacy is developed through role model observations or vicarious experience (Bandura, 1997) , providing older workers with a wide range of successful retirement models would help them to improve their specific self-efficacy. Moreover, structured programmes designed by counselling psychologists to assist workers in identifying and observing retirement role models, would increase later success. Older workers' identity showed positive impact on full retirement intentions and negative influence on late retirement. These results are in line with Bayl- Smith and Griffin (2014) , which showed that late-career worker identity was negatively related to work engagement, despite the lack of statistical significance in their research for the relationship between older identity and intended retirement age. In a similar vein, our results are according to Urick and Hollensbe (2014) . Specifically, they proposed that individuals not only integrate generational stereotypes in their identity, but also they enact stereotypical characteristics and base their daily interactions with others on these stereotypes. As a consequence, negative features assigned to older workers would promote early retirement intentions (Crego et al., 2008) . Moreover when recent research suggested that the workers are being considered as older at an increasingly younger age by organizational decision makers (McCarthy et al., 2014) , which would exacerbate age discrimination in the workplace.
Implications for organizations would be derived from our results regarding the aged workers study. First, due to the negative impact of relative deprivation on both bridge employment and late retirement intentions, organizational interventions aimed to enhance positive comparisons between aged and young workers could result in a delayed retirement. Second, as older worker identity seems to negatively impact on late retirement, organizations interested in the retention of experienced workers should provide them with alternative social categories for identification. Identification with cross-cutting categories, as gender or profession within the organization, should be promoted in order to avoid the negatives consequences of ageism.
Retirement adjustment
Adjustment in retirement has been deeply explored by researchers (Wang, 2007; Wang and Shi, 2014; Wang et al., 2011) , but most of the considered factors, such as age, socio-economic status, financial resources, health, marital relationships, do not fully explain why some retirees are satisfied while others are not. Instead, retirement self-efficacy could function as "a pivotal component of the retirement process, steering workers to plan for retirement confidently and to execute retirement plans successfully" (Harper, 2005, p. 11) . Our results supported that retirement self-efficacy has the strongest impact on the model, promoting retirement satisfaction and negatively influencing feelings of anxiety and depression. These findings are in line with previous studies (Donaldson et al., 2010; Fretz et al., 1989; Harper, 2005; Taylor and Shore, 1995) indicating that retirement self-efficacy -or mastery and sense of personal control -influences 400 CDI 20,4 retirement transition and adjustment in ways similar to the way self-efficacy influences other tasks and domains. Workers who expect to make the retirement transition successfully tend to plan to retire at younger ages, an indication that retirement self-efficacy influences motivation to attempt retirement transition (Taylor and Shore, 1995) . Workers who have higher levels of retirement self-efficacy tend to experience less pre-retirement anxiety (Fretz et al., 1989) .
Our sample of retirees had a mean age of 68 years, so they had probably entered into the retirement phase approximately between three and six years ago. Perhaps this allows us to explain why low work involvement and older worker identity have less impact on retirement satisfaction, compared with self-efficacy. As some author have suggested (Beehr and Bennett, 2007; Taylor and Doverspike, 2003) , the nature of retirement adjustment shifts over time, since it is increasingly viewed as a multidimensional and dynamic process (Szinovacz, 2013; Van Solinge, 2013) . Whereas immediately after retirement, work would still be a source of self-identity and meaning for retirees, factors such as work involvement and worker identity would become less salient over time. In this sense, Wong and Earl (2009) have noted that, although yet to be investigated, it is possible that work centrality follows a nonlinear trajectory; that is, work centrality might initially enhance retirees' adjustment in the first two years of retirement, but this salutary effect might eventually weaken with time. Our results seem to support these authors' assumption, and are consistent with the arguments made by Taylor-Carter and Cook (1995) within the framework of the work-role attachment theory. If early retirement experiences are centred on replacing work and its rewards (Alcover et al., 2012) , later adjustment would be more focused on other relevant tasks, such as maintaining financial independence, satisfy personal interests, staying active, negotiating insurance and pension regulations, among others.
Finally, our findings related to the negative impact of relative deprivation on retirement satisfaction and its positive influence on feelings of anxiety and depression are consistent with previous research. Whereas social relations at work influence preferences to continue work, Szinovacz et al. (2001) found that family networks plays a dual role. On the one hand, family ties are associated with retirement satisfaction, but, on the other, frequency of contact with kin would be perceived as a financial obligation to family members. These complex relationships between availability of social networks and satisfaction would explain the moderate impact of relative deprivation on feelings of anxiety and depression. However, time elapsed since retirement may also influence these results. Previous research has found evidence that whilst retirement may initially be distressing, the majority of retirees eventually adjust over time (Nuttman-Shwartz, 2004; Von Hippel et al., 2008) ; that is, the more time a person has been retired, the more initial elevation in stress or anxiety dissipates (Wong and Earl, 2009 ). In contrast, other studies (Ekerdt et al., 1985) have found that optimism was greater for recent retirees, and there was some temporary dysphoria during the second year of retirement. These contradictory results seem to support the argument that feelings of well-being about retirement may change as time elapses (Beehr and Bennett, 2007) . Wang and Shultz (2010) listed several gaps in reviewing the research of retirement transition and adjustment (see also Wang and Shi, 2014) . As one of these gaps, they noted that few empirical studies have linked personal attributes to retirement adjustment. Given that personal factors have proven their impact on coping styles and behaviours, we focused our research on retirement self-efficacy as a personal attribute that influences retirement adjustment. Another cited gap was that few studies have examined context-related variables in retirement transition 401 Retirement intentions and adjustment and adjustment. To the extent that these variables may influence the specific nature of the transition, we included older worker identity and relative deprivation as contextual-related factors.
Limitations and future research Despite the contributions made, this multi-sample study has several weaknesses and limitations that need to be mentioned. First, related to participants in these studies. We used two independent samples of workers and retirees to prove our two models. In order to explore in depth whether the same factors will maintain their influence over the transition from work to full retirement, we recommend conducting a longitudinal study with several measures over the years. Concerning the size and representativeness of the samples, the limitations of this study are obvious, especially those due to the sampling procedure used. Second, related to the data collection procedures. We must add that all the data proceed from self-reports, which can include a source of uncontrolled error from the common variance. Third, related to the variables included in our models. Some aspects were ignored that should be recovered in future investigations. For instance, previous levels of life and job satisfaction should be taken into account in order to discard the influence of these factors, as well as income levels and extent of plan pensions and healthcare system access. Fourth, related to the measurement methodologies. We must recognize, as an anonymous reviewer suggested, that there is a bias in the antecedent-consequences measurement, due to the fact that we have collected data for the antecedents with multiple -items scales, but we have employed four single-item measures for criteria in Study 1, and two single-item measures in Study 2. This stronger operationalization of antecedents should impact our results, which would be at least partial artefacts of the procedures (Cooper and Richardson, 1986) . The main reason for these measures was the need to limit the extension of the questionnaire in order to facilitate the data collection. Fifth, related to the specific redaction of some items. Among the antecedents, the three-item scale for relative deprivation reached only a marginal reliability. Additionally, a refinement of "older worker" measures would be advisable, due to the fact that a wide range of age conceptualizations have been revealed by recent studies in the organizational context (McCarthy et al., 2014) . Recently, Bayl-Smith and Griffin (2014) have developed procedures that distinguish cognitive and affective components of identification within the older worker identity. Among the consequences, and beyond having a single-item measure, the retirement intention items would be considered rather vague. In this sense, detailed scales with greater item specificity are recommendable. Although, some evidence exists on the reliability and validity of these measures (Zaniboni et al., 2010) , and it is possible to regard that the current assessment of the types of intentions would be close to the concept under examination due to their affinity of meaning. Despite this fact, we agree that future studies should include multiple items in order to provide a more exhaustive examination of retirement outcomes, and in order to conduct fairer comparisons. Moreover, our results have been obtained from Spanish samples, and it would limit the generalizability of the findings. In this sense, we recognize that the GLOBE studies, for example, characterize the Spanish culture as higher on assertiveness and power distance and, at the same time, lower on humane orientation ( Javidan and House, 2001) . Perhaps culture could partially affect study results, and this allows us to a call for future research using other-country samples made.
The final concern was that more objective measures should be included in future research. Specifically, based in extended recognition of the physical health influences 402 CDI 20,4 on retirement intentions and decision (Topa et al., 2009) , health assessed through number of diseases or medical interventions seems necessary. Such as Taylor and Schaffer (2013) suggested, there is no simple relationship between antecedents and retirement adjustment. We should consider three way interactions between antecedents, personal characteristics and retirement environment features in order to better understand retirement transition and adjustment.
Practical implications
First, life course perspective emphasize that retirement adjustment as a process shaped by the choices, actions and decisions that people take within the opportunities and limitations of history and contextual circumstances, and that is embedded in social relationships (Van Solinge, 2013) . Our results have shown how certain psychosocial factors, in which personal, social and contextual factors are involved, are related to the adjustment to retirement. Particularly, work involvement, identity and relative deprivation are very sensitive to the perceptions and changes related to work and social context. This has important implications for retirement planning, and consequently can influence the project of the life course, as well as career's decisions, and in the subsequent retirement adjustment. As Dennis and Thomas Fike (2012) recently pointed out, with Boomers' focus shifting from economical concerns to personal significance, the need and demand for planning, information, and dialog about late-life issues and concerns continues to grow. In short, organizational and social contexts should consider all factors that can negatively affect self-efficacy, work involvement and identity of employees in the mid and late-career stages , and thus contribute to reinforce and strengthen personal and psychosocial resources involved in planning and adaptation to retirement, and to increase our insight into the planning and decisions older workers make to face retirement (Shultz and Henkens, 2010) .
And second, this study has also two types of implications, one for counsellors who work with aged employees, and another for counsellor educators. Counselling practice does not focus on the use of role models of successful retirement, perhaps because counsellors are more centred on aged workers' feelings and experiences. Recent results showed that retirement policy and planning initiatives should aim to facilitate a holistic approach to retirement planning for future retirees, particularly those facing an early and unexpected retirement, considering multiple aspects of individuals both before and after retirement (Dennis and Thomas Fike, 2012) . In this sense, structured programmes to help older workers to observe similarity of abilities and resources between them and the models would improve their self-efficacy for retirement, as Harper (2005) suggested. On the other hand, counsellor education should encourage students to pay attention to the self-efficacy theory and to use it as a framework for understanding retirement transition and adjustment. In sum, this will enable career counsellors to become an integral part in redefining retirement (Ulrich and Brott, 2005) , and its growing consideration as a life event with multiple transitions within a broader life-course process.
